This study analyzed the relation and discrimination between five forms of job satisfaction (stabilized, progressive and resigned satisfaction; constructive and fixated dissatisfaction) regarding health, work-related determinants of health and demographic variables. Job satisfaction was assessed with a forced-choice survey item in 10 Swiss companies (768 employees). Significant differences between forms of job satisfaction with respect to health status, effort-reward imbalance, job control, work engagement, age and sex were found. The five forms of job satisfaction were discriminated, but classifying only 49.9% of the cases correctly. General utility of this forced-choice item therefore must be relativized.
Introduction
Job satisfaction is an important concept in occupational health research and practice, as it is positively correlated to health and well-being (Faragher, Cass, & Cooper, 2005) . It is commonly measured with an "overall job satisfaction" assessment in employee surveys that tend to result in high positive values, providing little guidance for interventions (Büssing, 1992; Büssing, Bissels, Fuchs, & Perrar, 1999) . As an alternative, Bruggemann (1974, 
Previous Research on the Job Satisfaction Model
Attempts to replicate Bruggemann's model often resulted in modifications of the model. This can be explained with different operationalizations, making it difficult to compare results and the difficulty to capture the dynamic changes in level of aspiration (Baumgartner & Udris, 2006) . Büssing et al. (1992 Büssing et al. ( , 1998 Büssing et al. ( , 1999 analyzed the dynamics of the model and expanded the model integrating job control as an additional process variable for the regulation of the work situation and thus for development of job satisfaction. Although the results of previous replication studies were inconsistent, most of them found two dimensions: general job satisfaction and resignation. Some researchers consequently minimized the model, using only these two dimensions (Baumgartner & Udris, 2006) . Nevertheless, the five forms of job satisfaction according to Bruggemann (1976) are often used in employee surveys, especially in Switzerland and Germany. A market-research institute (TransferPlus AG, 2013) has applied the model since 1979, conducting a survey in a representative sample of the Swiss population (Figure 2) . Stabilized and resigned forms of job satisfaction were most prevalent, but they show a relatively high variability over time.
In view of the dynamics of the model, interviews would be the preferred method of measuring the different forms of job satisfaction. However, Bruggemann (1976) stated that assessing forms of job satisfaction by interviews limits the utilization of the construct in larger samples and consequently developed a job satisfaction short questionnaire (Arbeitszufriedenheitskurzfragebogen, AZK). This was criticized for its operation alization (Baumgartner & Udris, 2006; Ferreira, 2009) . Büssing et al. (1992 Büssing et al. ( , 1998 Büssing et al. ( , 1999 adapted this scale and combined it with interviews. The most recent questionnaire, the FEAT, was developed by Ferreira (2009) and contains 80 items. Forms of job satisfaction can also be assessed with a forced-choice item designed for field studies (TransferPlus AG, 2013) . Even though this forced-choice format is critical for the measurement of such a multidimensional construct, validation showed that this forced-choice item is a simple and adequate way to measure the job satisfaction forms (Ziegler & Schlett, 2013) . Compared to multi-item measures, the single forced-choice format has the advantage of being more feasible in employee surveys and having higher face validity for respondents. Research has also proved the validity of single-item measures for job satisfaction (Nagy, 2002; Wanous, Reichers, & Hudy, 1997) . The forced-choice format provides a clear group classification, but involves a higher risk of choosing an unconsidered option and comparisons across individuals are limited (Baron, 1996) .
Study Objectives
The objective of this study was to determine whether the five forms of job satisfaction-assessed by a forcedchoice item-are differentially related to health status and three work-related determinants of health: effortreward imbalance (ERI), job control and work engagement. This would allow occupational health interventions to be prioritized and tailored to such sub-groups. We pursued four main research questions: 1) Are these five forms of job satisfaction differentially related to health status? A. Inauen et al.
2) How are these five forms of job satisfaction related to ERI, job control and work engagement? 3) How are these five forms of job satisfaction related to the demographic variables of age, sex and job position? 4) Is it possible to discriminate between these five forms of the job satisfaction by ERI, job control and work engagement?
Finally, we draw conclusions for occupational health research and interventions.
Previous Research on Differential Relationships to Different Forms of Job Satisfaction

Job Satisfaction Forms and Health
Consistent and significant positive correlations between general job satisfaction and health or well-being were found (Faragher et al., 2005) . Regarding the forms of job satisfaction, Bruggemann (1974) stated in her description of fixated dissatisfaction that pathological developments could occur. This has been confirmed by Semmer (2002) in different samples. He found more health complaints for the dissatisfied forms. Wegge and Neuhaus (2002) conducted a study with 68 employees of a German university. The constructively dissatisfied group also reported more health complaints, while the stabilized satisfied group reported the lowest level of health complaints. Hypothesis 1: Stabilized and progressive satisfied show the best health status, constructive dissatisfied and resigned satisfied show lower health status and fixated dissatisfied employees show the worst health status.
Job Satisfaction Forms and Work-Related Determinants of Health
The ERI model assumes that effort at work is part of a contract based on the norm of social reciprocity, where rewards are provided in terms of money, esteem, career opportunities, and job security (Siegrist et al., 2004) . A lack of reciprocity causes negative emotions which may result in sustained strain reactions in the autonomic nervous system (Siegrist et al., 2004) . Empirical results confirmed that an imbalance between effort and reward is related to poor employee health and lower general job satisfaction (Van Vegchel, De Jonge, Bosma, & Schaufeli, 2005) . Also Bruggemann (1974) described a process of comparison between the actual work situation and personal aspirations. Thus, we expect ERI to differ between the five forms of job satisfaction.
Hypothesis 2.1: ERI relates to indistinct dissatisfaction (constructive and fixated job dissatisfaction), while stabilized and progressive satisfied employees have a better balance. Average values are expected for the resigned form of job satisfaction due to an adjustment in the level of aspiration.
Job control is defined as the perceived ability to influence one's work environment in order to make it more rewarding and less threatening (Ganster, 1989; cited in: Bond & Bunce, 2003) . There is consistent evidence that job control is related to general job satisfaction, health and job performance (Bond & Bunce, 2003; Karasek, 1990) . Büssing (1992) and Büssing et al. (1998 Büssing et al. ( , 1999 integrated job control as a fourth variable in Bruggemann's model, as the perceived controllability of one's work situation is a primary means of regulating the situation. They found higher job control for stabilized and progressive job satisfaction and for constructive job dissatisfaction. Resigned satisfaction seemed to be a reaction to low job control (Büssing, Herbig, Bissels, & Krüsken, 2006) . Wegge and Neuhaus (2002) explored differences between the forms of job satisfaction and working conditions. Progressive satisfied showed the highest, constructive dissatisfied the lowest job control at work. Baumgartner and Udris (2006) investigated the forms and determinants of job satisfaction and found the highest values of perceived control for the stabilized satisfied group, average values for the progressive satisfied group and the lowest values for the resigned satisfied and fixated dissatisfied groups. In the present study, we view job control as a resource that allows the level of aspiration to be maintained or even increased and supports new problem-solving attempts. Hypothesis 2.2: Stabilized satisfied, progressive satisfied or constructive dissatisfied employees perceive higher job control than resigned satisfied or fixated dissatisfied employees.
Work engagement is defined as a positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption. It is a persistent affective-cognitive state that is not focused on any particular object, event, individual, or behavior (Schaufeli & Bakker, 2003) . Schaufeli, Taris and van Rhenen (2008) found that work engagement was related to positive work outcomes like general job satisfaction as well as to health out-comes. Empirical results for differences between forms of job satisfaction exist only for the related variables of organizational identification and citizenship behavior. The constructive dissatisfied group expressed high, the resigned satisfied group low organizational identification and citizenship behavior (Wegge & Neuhaus, 2002) . As engaged employees were more energetic and effective in their work activities (Schaufeli et al., 2008) , we expect an association with progressive job satisfaction and constructive job dissatisfaction.
Hypothesis 2.3: Progressive job satisfaction and constructive job dissatisfaction indicate higher work engagement. We expect lower levels of work engagement from stabilized satisfied, resigned satisfied and fixated dissatisfied employees.
Forms of Job Satisfaction and Demographic Variables
Demographic variables play a role in both job satisfaction and the planning of occupational health interventions. Subgroups are often compared in planning interventions. It is important to know if differences in job satisfaction are due merely to different demographic compositions of the groups. As regards general measures of job satisfaction, it is debated whether the relationship with age is U-shaped or linear. Older employees (Clark, Oswald, & Warr, 1996) , women and employees in jobs with managerial responsibility usually report higher levels of job satisfaction (Clark, 1997) . For the forms of job satisfaction, previous results showed that the members of the progressive satisfied group tended to be male, younger, better educated, and have higher professional position (Bruggemann, 1976; TransferPlus AG, 2013; Wegge & Neuhaus, 2002) . Women, older employees and people with lower incomes and of low status were overrepresented in the stabilized satisfied group (Bruggemann, 1976; TransferPlus AG, 2013; Wegge & Neuhaus, 2002) . The resigned satisfied group had lower levels of education (Bruggemann, 1976; TransferPlus AG, 2013) . In the constructive dissatisfied group, men were overrepresented (Bruggemann, 1976) .
Hypothesis 3: Progressive satisfied employees tend to be male, younger and in higher positions, whereas stabilized satisfied ones tend to be female, older and in lower positions. No specific hypotheses are formulated for the other forms of job satisfaction.
Discrimination between Forms of Job Satisfaction
We expect to see differences between the forms of job satisfaction. We analyze the overall discriminatory function of ERI, job control and work engagement with respect to the five forms of job satisfaction.
Hypothesis 4: The five forms of job satisfaction can be discriminated by ERI, job control and work engagement.
Methods
Sample and Data Collection
Data was collected via an employee survey in ten companies in German-speaking Switzerland participating in an occupational health project. The companies were small and medium-sized, ranging from 13 to 335 employees. They were from different sectors (public administration, nursery, rehabilitation, nursing home, health consultancy, production), and most of them (85%) were non-profit organizations. Of the total of 768 employees, 537 completed the survey (69.9% response rate): 60.7% of the respondents were female, different age groups and job positions were represented ( Table 1) .
Measures
Forms of job satisfaction (according to Bruggemann, 1976) were assessed with a forced-choice item designed for field studies (TransferPlus AG, 2013) . The use of this item allows comparison with data that is representative for the Swiss population. The item is formulated as follows:
Which description on this list applies to you most? I'm satisfied with my job-I tell myself, it could be a lot worse. (2000), (Gandek et al., 1998) , assessing the self-reported health. The reliability for physical health was = .77, for mental health it was = .80. The physical and mental health summary scores were calculated as proposed in the manual, transforming scores to a mean of 50 (SD = 10) (Ware, Kosiniski, Turner-Bowker, & Gandek, 2002) . In addition to the standardized summary scores, the item for general health perception was scored separately for analysis: "In general, would you say your health is..." on a 5-point scale from 1 = "excellent" to 5 = "poor". We considered this item as a separate measure, as self-rated health is a good predictor of future morbidity (Moller, Kristensen, & Hollnagel, 1996) .
ERI was assessed with the questionnaire by Siegrist and Peter (1996) , English version, see Siegrist et al., (2004) . Totally 17 items measure effort (quantitative load, qualitative load, increase in total load over time and physical load, = .72) and reward (financial, esteem, career-related reward and job security, = .81). The effort-reward ratio was computed. Values close to zero indicate a good balance, whereas values beyond 1 indicate an imbalance.
Job control was measured with four items: "Independent and flexible scheduling of working hours", "Information on key matters and occurrences in the company", "Opportunity to have a say in company decisions", "Opportunity for exercising an influence on problems at the workplace" using a 5-point scale from 1 = "very poor" to 5 = "very good" or the option to answer "not applicable". These items are part of a widespread standard survey that is used in the field for employee surveys in small and medium enterprises in Switzerland (Gesundheitsfoerderung Schweiz, 2004) . A scale was devised by computing the mean ( = .77), and treating the response item "not applicable" as a missing answer.
For measurement of work engagement, the short version of the Utrecht Work Engagement Scale (UWES-9) from Schaufeli and Bakker (2003) was applied. Three items of the UWES-9 assess vigor, three items assess dedication and three items assess absorption. Items were rated on a 7-point scale, ranging from 0 = "never" to 6 = "always". The mean total score was computed ( = .94).
Data Analysis
We conducted analyses of variance and post-hoc tests comparing the groups of different job satisfaction forms with respect to health, ERI, job control and work engagement. We used U-Tests, testing for demographic differences between the five groups. In applying multiple discriminant analysis, the five forms of job satisfaction were discriminated by the variables of ERI, job control and work engagement. Uncorrelated functions were computed for which the group means were as different as possible. All analyses were conducted using SPSS 17.0.1 (2008).
Results
Descriptive Results
Compared to the sample of the Swiss population (Figure 2) , there were more progressive satisfied (22%) and less resigned satisfied (24%) employees in our sample. The frequency distribution for age, sex and job position for the forms of job satisfaction is shown in Table 1 . A higher age was found for stabilized satisfaction and a lower one for progressive satisfaction. The stabilized satisfied were more often female and the fixated dissatisfied more often male. The highest percentage of managers was found in the progressive satisfaction group, whereas employees without leadership responsibility were most prevalent in the fixated dissatisfaction group. Table 2 includes the descriptive results of the health variables and the work-related determinants of health for the five forms of job satisfaction. With some exceptions, a linear pattern from progressive satisfied (with the best results) to fixated dissatisfied (with the poorest results) is apparent. The total mean for physical health was 52.12 (SD = 7.13), for mental health 48.78 (SD = 10.67) and for general health 48.48 (SD = 8.99). The total mean of the ERI was .56 (SD = .24), the mean job control was 3.69 (SD = .76) and the overall mean of the total score on the work engagement scale was 5.16 (SD = 1.10).
Tests of normality distribution showed that data manipulation was needed. For ERI, a logarithmic transformation was used, improving the statistical power (Siegrist et al., 2004) . For work engagement, five categories were defined (Schaufeli & Bakker, 2003) . Correlations between variables were as expected (see Table 3 ). Highest correlations were found between forms of job satisfaction and work-related determinants of health (ERI, job control, work engagement).
Differences between the Five Forms of Job Satisfaction and Health (Hypothesis 1)
The differences in health status between the five forms of job satisfaction are partly significant (see Table 2 ). The group means for physical health differed with a F(4, 485) = 2.508 and p < .05. Mental health differed with a F(4, 485) = 2.378 and p = .051 and therefore showed a marginal significance. Highly significant differences in the group means were found for general health perception (F(4, 502) = 5.553, p < .001). Post-hoc tests revealed significant better physical health for the progressive satisfied compared to the constructive dissatisfied employees (p < .05). In addition, the progressive satisfied employees showed significantly better general health than the fixated dissatisfied (p < .001) and constructive dissatisfied ones (p < .05). The stabilized satisfied showed significantly better general health than the fixated dissatisfied employees (p < .01).
These results partly confirm Hypothesis 1. The expected high values for the stabilized satisfied group were found, and this form had the best mental health scores. We expected good health status for the progressive satisfied group, which was true for physical health and general health perception. However, they showed only moderate mental health. The resigned satisfied and constructive dissatisfied groups were expected to show moderate health, which was found. As hypothesized, the fixated dissatisfied employees showed the poorest health status.
Differences between the Five Forms of Job Satisfaction and Work-Related Determinants of Health (Hypothesis 2)
The five forms of job satisfaction showed highly significant differences in the group means for ERI (F(4, 431) = 22.203, p < .001), job control (F(4, 506) = 35.757, p < .001) and work engagement (F(4, 475) = 23.963, p < .001) (see Table 2 ). The stabilized and progressive satisfied groups showed significantly better ERI (i.e. lower values) than the resigned satisfied (p < .01), constructive dissatisfied (p < .001), and fixated dissatisfied (p < .001) groups. This confirmed Hypothesis 2.1.
As expected for job control too, the stabilized and progressive satisfied groups showed significantly higher values than the resigned satisfied (p < .001), constructive dissatisfied (p < .001), and fixated dissatisfied (p < .001) groups. Contrary to our hypothesis, the resigned satisfied showed more job control than the constructive dissatisfied (p < .01) group. Therefore, Hypothesis 2.2 can be only partly supported.
For work engagement, the stabilized and progressive satisfied groups showed significantly higher values than the resigned satisfied (p < .01/p < .001), constructive dissatisfied (p < .001), and fixated dissatisfied (p < .001) groups. In addition, the resigned and constructive (dis)satisfied showed higher work engagement values than the fixated dissatisfied (p < .05) group. This only partly confirms Hypothesis 2.3. As expected, the constructive dissatisfied group showed higher work engagement than the resigned satisfied or fixated dissatisfied ones. But we did not expect the stabilized satisfied group to show high work engagement.
Differences between the Five Forms of Job Satisfaction with Respect to Demographic Variables (Hypothesis 3)
Significant differences in the group means were found for age ( 2 (4) = 17.084, p < .01) and sex ( 2 (4) = 11.739, p < .05), but not for job position ( 2 (4) = 1.372, p = .849) (see Table 1 ). Mann-Whitney U-Test post-hoc comparisons showed that the progressive satisfied were significantly younger than the stabilized satisfied (p < .001), resigned satisfied (p < .05) and constructive dissatisfied (p < .05) employees. Tests also showed that the stabilized satisfied were more often female than the fixated dissatisfied (p < .01) and resigned satisfied (p < .05) employees. In addition, the progressive satisfied group included more males than the stabilized satisfied (p < .05) group. These findings are consistent with previous results with the exception of the non-significant differences for job position. Therefore, Hypothesis 3 is partly supported.
Discriminatory Function of ERI, Job Control and Work Engagement (Hypothesis 4)
Multiple discriminant analysis tested if ERI, job control and work engagement taken together were appropriate for discriminating between the five forms of job satisfaction. After testing the data for outliers and multicollinearity, a classification was conducted with the use of separate-group covariance matrices due to unequal population covariance matrices. In a first run, discriminant analysis separated the five groups of job satisfaction with a Wilks' of .606 ( 2 (12) = 202.2, p < .001): 44% of the cases were correctly classified into their original groups. This classification accuracy by the discriminant functions was higher than the proportional random accuracy rate (20%). Demographic variables were added to improve the discrimination. As we only found significant differences for age and sex, job position was not included. This second run resulted in a better discrimination. The five groups of job satisfaction were separated with a Wilks' of .564 ( 2 (20) = 229.6, p < .001). Three of four discriminant functions had a considerable discriminatory effect. The structure matrix containing within-group correlations between discriminating variables and discriminant functions and the group centroids are shown in Table 4 . For the first function (eigenvalue = .596, 84.7% of variance explained), job control was the most important variable, distinguishing stabilized and progressive satisfaction from the other forms. These two forms show clearly higher job control than the other three forms. The second function (eigenvalue = .073, 10.4% of variance explained) was defined by age and separated stabilized from progressive satisfaction and fixated dissatisfaction. For the third function (eigenvalue = .033, 4.7% of the variance explained), ERI and work engagement showed the highest correlations. This function separated constructive dissatisfaction from fixated dissatisfaction and resigned satisfaction. The constructive dissatisfied employees showed a higher ERI, but also higher work engagement than the fixated dissatisfied and resigned satisfied ones. Although work engagement and ERI show the largest absolute correlation with Function 3, they also show high loadings on Function 1. This is plausible, as stabilized and progressive satisfied employees show a higher work engagement and lower ERI than the others. Table 5 shows the classification results based on the analysis conducted: 49.9% of the cases were correctly classified. Comparing the classification of the different forms of job satisfaction showed that constructive dissatisfaction was the most difficult to classify: it was correctly classified in only 31.1% of the cases and wrongly classified as fixated dissatisfaction in 27.9% of the cases. Progressive satisfied employees were classified as stabilized satisfied in 22.8% of the cases and vice versa in 22.9% of the cases. The best classification was found for fixated dissatisfaction employees, who were correctly classified in 75% of the cases. Hypothesis 4 is only partly confirmed. After the integration of demographic variables, 49.9% of the cases were correctly classified. 6. Discussion
Differences between the Forms of Job Satisfaction
Distinguishing the five forms of job satisfaction revealed significant and meaningful differences with respect to health status, work-related health determinants and demographics. We will first discuss the differences between the sub-groups.
Health status: Significant differences between the forms of job satisfaction were found for physical and general health. For mental health, the significance level was just above the 5% level. The fixated dissatisfied group shows the poorest and the stabilized and progressive satisfied groups show the best health status. The findings are consistent with Semmer (2002) and Wegge and Neuhaus (2002) .
Work-related determinants of health: Compared to the other forms of job satisfaction, the stabilized and progressive satisfied groups showed significantly better ERI, job control and work engagement. In contrast to Baumgartner and Udris (2006) , but like Wegge and Neuhaus (2002) and Büssing et al. (1998 Büssing et al. ( , 1999 , we found that high job control characterized the stabilized and progressive satisfied groups. While we expected higher work engagement for the progressive than for the stabilized satisfaction group, only marginal differences were actually found. Thus, the stabilized and progressive forms of job satisfaction were not differentiated by ERI, job control or work engagement. The resigned satisfied group showed medium values for ERI, job control and work engagement. The hypotheses were confirmed with respect to ERI, but we expected the resigned satisfied employees to have lower work engagement and job control. Constructive dissatisfaction was related with the poorest values for ERI. Job control was also low and work engagement moderate. We expected higher values of job control (Büssing et al., 1998 (Büssing et al., , 1999 and work engagement. The observed low control might be explained by the item formulation: on the pattern of active problem-solving behavior, the model should distinguish those with control (constructive dissatisfied) from those without control (fixated dissatisfied). At present, the item formulation locates control outside the person. Further, we assume that a high ERI in combination with low job control leads to moderate work engagement: constructive dissatisfaction is characterized by a high need for advancement due to significant annoying issues, but low job control hinders any change of the situation, leading to moderate work engagement. Convergent with our results, Wegge and Neuhaus (2002) found that low levels of job control correlated with constructive dissatisfaction. As hypothesized, fixated dissatisfied employees showed the lowest values for all variables except for ERI, where constructive dissatisfied employees showed slightly poorer values.
Demographic variables: The stabilized satisfied group more often comprised women and older people. This has also been found before (Bruggemann, 1976; TransferPlus AG, 2013; Wegge & Neuhaus, 2002) . Progressive satisfied employees were younger, and managers were over-represented in this group (although not significantly). Concerning age, Bruggemann (1976) and TransferPlus AG (2013) reported the same results. A higher percentage of managers in this group was also shown by TransferPlus AG (2013). Higher status (Wegge & Neuhaus, 2002) , higher income (Bruggemann, 1976 ) and higher education (Bruggemann, 1976; TransferPlus AG, 2013) are plausibly related with progressive satisfaction, as they are correlated with higher job position. The resigned satisfied group was more likely to comprise unskilled people or trainees. Bruggemann (1976) and Trans-ferPlus AG (2010) also found that lower education levels was related with resigned satisfaction. The constructive dissatisfaction group could not be characterized by sex, age or job position. Men were not significantly over-represented, as Bruggemann (1976) also showed. In the fixated dissatisfied group, aged 36 -50, men and employees were over-represented (see Table 1 ). There were no clear findings for this group from previous research. For all five forms of job satisfaction, our results were consistent with previous findings. Furthermore, we concur with the U-shaped relationship between age and job satisfaction: middle-aged employees were overrepresented in the group of fixated dissatisfied and both younger and older people were more satisfied, although in different ways. Older people were more stabilized and younger ones were more likely to be in the progressive satisfied group.
Use of the Discriminatory Function
The discrimination of the five forms of job satisfaction by job control, ERI, work engagement and demographic variables resulted in three functions. Job control discriminated the satisfied (stabilized and progressive satisfaction) from the indistinct dissatisfied (resigned satisfaction, constructive and fixated dissatisfaction) groups (see Figure 1) . However, work engagement and ERI had high loadings on this function too, as hypothesized and showed by the differentiation analysis. Age discriminated most between stabilized and progressive satisfaction. ERI and work engagement separated the constructive dissatisfied from the fixated dissatisfied and resigned satisfied groups. The constructive dissatisfied employees showed a higher ERI, but also higher work engagement than fixated dissatisfied and resigned satisfied employees.
Overall only half of the cases were correctly classified. Most misclassifications occurred in differentiating the constructive and fixated dissatisfied. This is consistent with the results of the variance analysis, which revealed a higher work engagement for the constructive dissatisfied group to be the only significant difference between those two forms. The differentiation between stabilized and progressive forms of job satisfaction is also difficult. Here, tests comparing differences between groups only showed significant differences with respect to age and sex. It may be necessary to add further discriminating variables. Alternatively, the five forms of job satisfaction may be difficult to distinguish by a forced-choice item, especially as the item formulation of constructive dissatisfaction does not conform ideally to the model's theory.
Limitations
This study was designed as a field study. Therefore it was not possible to measure the job satisfaction form with the FEAT of Ferreira (2009) or to use a more sophisticated job satisfaction measure to compare the results. This would have enlarged the questionnaire to an improper extent.
A further limitation is our sample size. Some cells in Table 1 have a low n, especially the unskilled workers and trainees. However, unskilled workers and trainees represent at least 9.5% of the entire sample. The sample contained more progressive and fewer resigned satisfied employees than the distribution in the Swiss population determined by TransferPlus AG. This was probably due to the fact that the data was collected in the context of an occupational health intervention. These companies are engaged in a process of occupational health change and may thus differ in their structure and culture from the rest of the population. For similar reasons, the generalization of the results is limited, as most of the sample (85%) derives from non-profit organizations. Thus, the results should be compared to a sample of companies from the private sector.
Conclusion
Use of the Model for Occupational Health Interventions
Although a linear pattern in the result is apparent, some differential patterns of health status, ERI, job control, work engagement and demographics in the five forms of job satisfaction facilitate the definition of specific target groups of occupational health interventions. Stabilized satisfied employees tend to be older and therefore are a special target group for health-oriented interventions at work. While the progressive satisfied employees are highly engaged, their mental health is moderate. There may be a risk of burnout or other mental health problems in this group. At the same time, this group is likely to become actively involved in occupational health interventions. The resigned satisfied group showed intermediate values for health, ERI and job control and lower values for work engagement. These employees are easily overseen because they seem satisfied at first sight, but only because of a decrease of aspiration level. High levels of job satisfaction in global satisfaction measures may be due to a large number of resigned satisfied employees. This group should be specifically animated for occupational health interventions. Constructive dissatisfied employees showed lower health values with the exception of mental health, which was on a good level. Although they experience ERI and do not have much job control, they are still moderately engaged. This group could act as an informant and producer of ideas in occupational health interventions. Fixated dissatisfaction is associated with lowest health levels and also lowest values of work-related determinants of health. It is likely that less engaged employees in the fixated dissatisfied (similar to the resigned satisfied) group need specific animation.
Further Research
The results suggest that the item formulation for constructive dissatisfaction should be revised in order to further accentuate active problem-solving behavior by the individual. A possible item reformulation could be: "I am not satisfied with my job, because there are important issues that annoy me. But I think I will find ways to change these issues in future". This item formulation should be validated in a sample containing more companies from the private sector.
Intervention studies should analyze how employees characterized by different forms of job satisfaction differ in their degree of readiness to change, participation in interventions and perceived improvement of working environment after interventions and finally, how such interventions can move employees to healthier forms of job satisfaction.
